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ABSTRACT Drawing on research in the sociology of professions as a reference point, this study
examines the practices and perceptions of professional accountants towards the requirements of
IES7 on continuing professional development (CPD). Responses from 1310 accountants in the
Asia Pacific region suggest while increasing globalisation has led to more unified standards of
professionalism, the perceptions of these standards are not uniform across the region. While
there is some consensus that the ongoing development of accounting as part of globalisation,
significant differences were identified in perceptions towards CPD offerings between professional
accountants in developed economies, compared with emerging economies. Differences in
perceptions of CPD offerings were most prevalent in relation to satisfaction with requirements,
experience, quality and the appropriateness of the level of CPD. The findings suggest that global
uniform CPD offerings fail to meet the aspirations of accountants in emerging economies,
highlighting the need for increasingly diverse forms of CPD activities.
KEY WORDS: Continuing professional development, International Education Standards,
accounting profession
Introduction
Professional accounting bodies, which are members of the International Federation of
Accountants (IFAC), are required to comply with the International Accounting Education
Standards Board (IAESB)1 pronouncements, including International Education Standards
(IESs). IES7, which was effective from 2006, has been subsequently redrafted and the
revised standard became effective from January 2014, and is the authoritative framework
Accounting Education: an international journal, 2015
Vol. 24, No. 1, 41–56, http://dx.doi.org/10.1080/09639284.2014.1002800
Correspondence Address: Paul De Lange, Curtin Business School, Curtin University, Bentley WA 6102,
Australia. Email: paul.delange@curtin.edu.au
# 2015 Taylor & Francis
Published in Accounting Education, 2015, 24  (1),  41-56
https://doi.org/10.1080/09639284.2014.1002800
which provides guidance for the CPD2 of accountants. At its October 2009 meeting, the
IAESB expressed its intention to revise all IESs. This process started with the publication
of the Framework for International Education Standards for Professional Accountants in
December 2009. This project investigated professional member attitudes to aspects of
IES7, and the results reported in this paper are a product of this project.
The foundations of IES framework fit neatly with theories of professions and professio-
nalisation (Abbott, 1988; West, 2003). In an overarching sense, IES ‘address the principles
of learning and development for professional accountants’ by prescribing what ‘should be
incorporated into the educational requirements for professional accountants within IFAC
member bodies’ (IFAC, 2008). Specifically IES7 leaves no doubt that professional
accountants need to demonstrate commitment to CPD through a programme of life-long
learning post qualification as professional accountants. In practical terms this means
that, as of January 2006, an individual cannot be called a professional accountant unless
the person makes an ongoing commitment to maintaining and developing professional
competence (Berg, 2007).
One important role of IFAC member bodies is to facilitate CPD opportunities and
resources for their members, and thus assist professional accountants in meeting their
responsibility for professional competence through life-long learning. In today’s
dynamic and demanding economic environment, professional accountants need to main-
tain competence and knowledge of current developments to enable them to act with due
skill and care (Howieson, 2003). Hence, CPD has become a mandatory activity for con-
tinued membership of the profession as required by IES7.
This paper is motivated by a number of key considerations. First, as the accounting
profession becomes increasingly professionalised through ongoing efforts of bodies
such as IFAC and the Association of Certified Chartered Accountants (ACCA).
Second, there is limited academic research which IFAC and its member bodies, as
policy-makers and providers, are able draw on to make informed decisions regarding
CPD (Wessels, 2007).
Third, prior research which examines CPD and the ongoing professionalisation has
tended to focus on professionals domiciled in the more developed markets of the
USA and Europe, where accountants have a longer history of complying with mandatory
CPD requirements (Paisey & Paisey, 2007; Paisey, Paisey, & Tarbert, 2007). As a con-
sequence, there has been limited guidance on how CPD is undertaken, perceived and
valued by professional accountants in less-developed and emerging economies. Accord-
ingly, this paper reports on a project that investigated accounting practitioners’ percep-
tions of the delivery of CPD in the Asia Pacific3 region, in both developed and
developing economies.
Data for this study were collected from five countries in the region: Australia, China,
Hong Kong, Malaysia and Singapore. Another reason for selecting the Asia Pacific
region for this study is that it is experiencing rapid economic expansion through increased
globalisation and thus has a growing demand for professional accounting services. Indeed,
the Asia Pacific is now ACCA’s largest member base (over 110,000 members) outside the
UK. Furthermore, given the adoption of International Financial Reporting Standards
(IFRSs) and increased membership of IFAC in many Asia Pacific countries, there has
been a clear push for professional accountants to remain at the forefront of change and
apply best practice for the ongoing development of accountants. The range of developed
and developing economies in this region provides an opportunity to compare and contrast
CPD practices, together with the perceptions of satisfaction with CPD activities across a
range of countries in the region.
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Prior Literature
Continuing Professional Development
The IFAC (2008) information paper on CPD summarised a study by Friedman, Davis, and
Phillips (2000) on the various definitions of CPD used by UK professional bodies. They
found that CPD definitions were largely based on the concept of ‘the systematic mainten-
ance, improvement and broadening of knowledge and skills, and the development of per-
sonal qualities necessary for execution of professional and technical duties throughout the
individual’s working life’ (p. 12). This is consistent with definitions used by other
researchers, for example, Lowenthal (1981), McCormick and Marshall (1994) and Camp-
bell (1983).
Historically, professionals from a range of disciplines have voluntarily engaged in CPD
activities, as a matter of course, to stay up to date with developments in their field (West,
2003). However, the notion that CPD activities be mandated and monitored by pro-
fessional associations is a more recent phenomenon, only gaining prevalence since the
1980s (IFAC, 2008). The policy to mandate CPD activities has since become common
in many professions (Fenwick, 2009), especially those that involve licensing provisions.
Examples of professions that have mandated CPD include health care professionals
(including dentistry, pharmacy and nursing), lawyers, company secretaries, engineers
and accountants (including auditors and tax practitioners). The very nature of the CPD
can address skills development in a broad or specific context. For example, ‘regional taxa-
tion updates’ are common place as is general business education all within the context of
the geographic location.
These professional groups require members to comply with mandated CPD require-
ments in order to retain ‘full’ membership in their professional body. Evetts (2003) and
Rothwell and Herbert (2007) argued that one justification of this practice can be found
within the traditional (functional) conceptions of a ‘profession’ that emphasise a systema-
tic knowledge coupled with a public duty to maintain expertise, especially in times of
increased public scrutiny.
The Sociology of Professions
In terms of a more theoretical understanding of the role of CPD in the accounting pro-
fession, the literature around the notion of accountants and the profession has in part
been derived from the sociology of professions and what Abbott (1988) describes as the
system of professions (Sikka & Wilmott, 1995; West, 1996). Aligned with this theoretical
conception is the notion that each profession is comprised of individuals who form groups.
Each professional group strives to defend and expand its area of jurisdiction in competition
with rival professions. According to some, accountants are able to exert influence as they
occupy key decision-making positions in private and government organisations (Sikka,
Wilmott, & Lowe, 1989).
Within the conceptual schema of the sociology of professions, members of a chosen
profession are afforded access to certain privileges including: a monopoly over knowledge
and related specialised techniques, self-regulation and high social standing. Lee (1991)
suggested that accountants have achieved professional status but some scepticism still per-
sists over professional legitimacy of accountancy. He argues that this scepticism has
prompted a call for researchers to explore the origins and development of the accountancy
profession in an effort to better understand and legitimise it. In other words, there is a need
to discover the reasons why the accounting profession developed in the way that it did and
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the means by which it has prospered, despite some challenges to its legitimacy (Lee,
1991).
Research into the incentives that drove accountants to organise into associations appears
to have generated some controversy. The literature generally supports the notion that pro-
fessional formation is a socio-political process which may be motivated by the desire to
achieve occupational dominance and reap economic rewards. West (2003) has questioned
the notion that accountants are able to claim occupational dominance and as a result
having borrowed some definitional traits from other disciplines (see Abbott, 1988). He
also claims that sometimes vague and inconsistent accounting practices have regularly
been alleged to have diminished public confidence in accountants, thereby hindering the
pursuit and retention of accountants’ professional status.
In spite of the challenges to societal legitimacy of the accounting profession, West suggests
that the professionalisation of accounting has been achieved in spite of the problematic origin
of accounting knowledge. The challenges posed by accounting’s troubled development
required educators and professional accounting bodies to play an important role in shaping
the future of the profession. Elliott and Jacobson (2002) argued that education and training
are the seeds of change that help drive the accounting profession’s evolution. Indeed, the sys-
tematic alignment of professional bodies worldwide (such as IFAC) and broad adoption of
IFRS in many countries could be seen as part of the pattern of increased globalisation of
accounting (Institute of Chartered Accountants in Australia [ICAA], 2010).
Given that CPD is a requirement for all IFAC member bodies, it has a role to play in further
legitimising accounting and accountants as it helps provide understanding in regard to the rea-
lities of an evolving global profession. Understanding the evolution of CPD through under-
standing of the sociology of professions provides a useful reference to frame this research
as it can be argued that the ongoing up-skilling of accountants is part of an agenda to foster
societal legitimacy and occupational dominance (West, 2003). The combination of societal
legitimacy and occupational dominance manifests itself in the form of highly skilled accoun-
tants able to claim occupational dominance through custodial ownership of highly specialised
knowledge (Abbott, 1988). This highly specialised knowledge is subsequently sold4 to
decision-makers in an effort to assist them to better meet their business objectives. The influ-
ential work of Abbott (1988) in this area claims that a profession’s ‘jurisdictional claim’ is
dynamic and evolving and must therefore be protected and renewed by continuing develop-
ment of the knowledge base. To fail in this regard is to invite ultimate loss of status. Thus CPD
is an important aspect in ensuring whether the accounting profession maintains its occu-
pational status. IES7 prescribes that member bodies of IFAC have a CPD requirement as
an integral component of a professional accountant’s continued membership. Such a require-
ment contributes to the profession’s objective of providing high-quality services to meet the
needs of the public (including clients and employers).
For member bodies of IFAC, IES7 became effective from January 2006. From this time,
it was mandatory for IFAC’s member bodies to ‘require all professional accountants to
develop and maintain competence relevant and appropriate to their work and professional
responsibilities’ (IFAC, 2010). The CPD requirement is further cemented in the IESBA5
Code of Ethics for Professional Accountants (International Ethics Standards Board for
Accountants [IESBA], 2012), paragraph 130.3 as an element of professional competence
and due care: ‘The maintenance of professional competence requires a continuing aware-
ness and an understanding of relevant technical, professional and business developments.
Continuing professional development enables a professional accountant to develop and
maintain the capabilities to perform competently within the professional environment.’
While deputy chair of the IAESB, Berg (2007) argued that IES7 and the code of ethics
requirements work hand in hand to: (1) foster a commitment of life-long learning among
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professional accountants, (2) facilitate access to CPD opportunities, (3) ensure CPD activi-
ties are relevant, measurable and verifiable, and (4) monitor and enforce accountants’ con-
tinuing development and maintenance of professional competence.
Two years after the introduction of the mandatory CPD requirement for accountants,
IFAC (2008) highlighted two areas of concern in relation to CPD in its 2008 discussion
paper. First, what is the appropriate measurement for CPD activities and achievements?
Second, how can IFAC member bodies be encouraged to continue to ‘up-skill’ through
the adoption of meaningful CPD activities?
Measurement of CPD
Under IES7, member bodies of IFAC using the input-based measurement approach to
CPD should require their members to: (1) complete a minimum of 120 hours of CPD
activities over a three-year period, of which 60 hours should be verifiable; (2) complete
a minimum of 20 hours of CPD each year and (3) track and measure learning activities
to meet the above-mentioned requirements. Member bodies of IFAC using an output-
based approach to CPD measurement should require their members to demonstrate the
maintenance and development of relevant competence by periodically providing evidence
that has been (1) objectively verified by a competent source and (2) measured using a valid
competence assessment method.
Traditionally, the input-based approach has been used to record the number of hours
spent on CPD through the accumulation of points or credits. However, it should be
noted that (in the revised IES7) professional bodies are able to choose to introduce an
input-based, output-based or a combination scheme of CPD requirements. The pro-
fessional body will generally decide what can be counted as CPD and will offer access
to the materials and activities directly, or accredit training offered by other organisations.
However, just because a professional meets the input method requirements of time spent
on CPD activity, it does not necessarily mean that learning has occurred (Berg, 2007).
Another problem is that by focusing on meeting the compliance requirements, prac-
titioners may not be choosing activities that lead to increased competence (Clyde, 1998).
The output-based approach focuses on learning outcomes, workplace learning and
assessment, and promotes effective learning styles and behaviours (Berg, 2007). It
attempts to measure the competence that has been developed or maintained by engaging
in learning, rather than the mere activity. The learning outcomes may be demonstrated
through a variety of methods, such as testing, simulations, supervisor reports, direct obser-
vations of performance, peer-reviewed and self-administered assessments (Clyde, 1998).
To objectively verify learning outcomes using a valid method, an assessment by a compe-
tent source is required; if this proves difficult for the professional body to achieve, they
may need to use other sources (Berg, 2007).
History suggests that mandatory CPD requirements do not necessarily enhance the
skills of those required to undertake the CPD. A study of 1957 Certified Public
Accountants (CPAs) by Wessels (2007) into the effectiveness of mandatory CPD pro-
grammes found that the majority of CPAs agreed that CPD programmes help them
update their knowledge in a timely manner and maintain competency, but few
agreed it enhanced or increased employability or income via an enhanced skill set.
The study claims that for many of the accountants who fulfil the mandatory CPD
requirement in terms of hours of completed activity, the focus is on compliance
rather than skill enhancement. Wessels (2007) states that participants must perceive
training as being effective in order to fully commit time and effort to the training
experience.
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Another challenge for policy-makers in international organisations is that increasing
globalisation and attendant issues have seen increased membership and adoption of
these agencies from increasingly disparate countries and regions around the world. This
global reality brought a very varied practitioner profile with a different cultural profile
and history into the membership body of institutions with a global presence. IFAC is
one such body with members in over 160 countries (IFAC, 2010). Diversity of
members and working roles creates challenges for those who seek to establish uniform
rules for disparate membership groups. In addition, the pace of globalisation has
created urgency for international organisations to understand cultural sensitivities in
new locations in order to fully drive their business case and develop the presence.
CPD Activities
Richmond (1988) suggests that the CPD learning experiences will be most effective when
they address the perceived needs of the individual. However, this may be biased towards
those that offer more immediate payback, for example, those that directly help an
employee perform better tend to be favoured by employers (Swanson, 2007).
Wessels (2007) recommended a number of strategies to address barriers such as offering
more advanced courses, more courses all year round and a greater variety of courses to suit
the needs of the different types of accounting practitioners. Internet or self-study options
would help alleviate the burden and cost of travel. The subject matter and level of difficulty
need to be clearly described by providers to enable practitioners to assess course suitability.
Research conducted by Rothwell and Herbert (2007) investigated the preferred CPD
activities of accountants and the quality of the learning. Their study reported results
from a questionnaire given to attendees at a branch meeting (prior to 2007) of their pro-
fessional body on the means of CPD activity undertaken to update their skills. They pre-
sented 31 CPD engagement items which were ranked according to mean score. The most
popular CPD activity was reading books and journals relevant to the profession. Rothwell
and Herbert (2007) considered that if the learning strategies were linked to ‘surface’ or
‘deep’ learning, then the most popular CPD activities were those related to more immedi-
ate or short-term knowledge which is by definition associated with ‘surface’ learning. It
was also noted that respondents ranked online discussion the lowest, which is surprising
considering the current push for the use of technology in the digital age.
We reviewed the focal literature on the need for CPD adopting the sociology of pro-
fessions as a framework to better understand how they relate specifically to accountants.
From this we next move to the central focus of the current investigation which is to ident-
ify, assess and analyse current CPD activities in the Asia Pacific region where CPD is man-
dated as part of professional membership.
Research Questions
Informed by the previous discussion and with specific reference to CPD activities in the
Asia Pacific region, the following research questions (RQ) were developed:
RQ1: What are the overall CPD practices of accountants in the Asia Pacific region?
RQ2: Are there any differences between accountants’ level of satisfaction with CPD activities
in each of the five selected countries in the Asia Pacific region?
RQ3: Are there any differences between accountants’ perceptions of CPD activities in each of
the five selected countries?
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Data and Method
This study reports the findings of a survey of accounting practitioners in five countries in
the region: Australia, China, Hong Kong, Malaysia and Singapore. The data were primar-
ily collected by surveying members of selected professional accounting bodies in the Asia
Pacific region, such as ACCA, CPA Australia and National Institute of Accountants.6 The
questionnaire was developed from the literature review and the findings from interviews
and focus groups conducted with a selection or representatives from accounting bodies,
employers and accountants. The questionnaire was distributed in a paper-based format
and electronically linked to email addresses. The questionnaire was pilot-tested with
several interview participants prior to distribution. Minor amendments were made to the
questionnaire based on the pilot testing.
Invitations to complete the questionnaire were distributed via a number of means either
through email or paper-based in person during CPD training sessions. The email version of
the questionnaire contained an automatic link to the online survey tool. A plain language
statement outlining the purpose of the research was contained within the email to prospec-
tive survey participants requesting their participation.
The survey sought information from respondents regarding their experiences of specific
CPD activities undertaken in the last 12 months. This was followed by questions regarding
their overall attitude towards CPD, based on a longer time frame of three years. Survey
responses were anchored on a five-point Likert scale ranging from 1 to 5, where 1 indicating
a strong disagreement and 5 indicating a strong agreement with the respective statement.
Data collected from completed questionnaires were analysed using SPSS. In addres-
sing RQ1, descriptive statistics are used to outline collectively the practices of accoun-
tants in relation to CPD. In relation to RQs 2 and 3, we have focused on the
respondents’ country of residence to identify differences among countries in the Asia
Pacific region.
Results and Discussion
Respondents’ Profile
Details of the demographics of the respondents are shown in Table 1. Of particular interest
is that of the 1310 responses received, over half of those who responded did so online
Table 1. Profile of the respondents.
Number Percentage
Response type
Online 756 57.7
Paper based 554 42.3
Total responses 1310
Gender
Female 688 53.2
Male 605 46.8
Country of residence
Australia 352 27.2
China 298 23.0
Hong Kong 443 34.2
Malaysia 125 9.6
Singapore 78 6.0
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compared to the proportion of respondents who completed a paper-based questionnaire.7
The gender distribution was relatively even. A little over one-third of the 1310 respondents
reside in Hong Kong (34.2%). This is followed by Australian residents (27.2%), Chinese
residents (23%), Malaysian residents (9.6%) and Singaporean residents (6%).
Further examination of the demographics of the respondents showed that over one-third
of the accountants surveyed had between 10 and 20 years of experience working as an
accountant (34.3%), while just over a quarter (26%) had between five and 10 years of
experience.
Over one-third of the survey respondents belonged to an organisation with more than
500 employees (36.5%), while almost one-quarter (24.8%) belonged to a small organis-
ation (less than 20 employees). Further, 20.4% of respondents worked in an organisation
with between 101 and 500 employees and another 18.3% worked for an organisation with
between 21 and 100 employees. In addition, one-third of the respondents worked in pro-
fessional services industry (e.g. as a professional accountant in a practice), and the remain-
ing two-thirds are in commerce across various industries.
RQ1: CPD Practices of Accountants in the Asia Pacific Region
The following section addresses the various components of the practices of accountants re
CPD activities. These practices include hours of completion relative to requirements under
IES7, types of CPD undertaken and topics that were sought by practitioners. RQ1 therefore
is aimed at gaining an overall perspective on CPD practices of accountants in the Asia
Pacific region.8
In terms of CPD hours completed, we asked respondents to indicate the CPD hours that
they had completed in the last 12 months. The respondents reported that they have com-
pleted the hours in this period as shown in Table 2.
Benchmarking the CPD hours completed to the guidance in IES7 of a minimum of 20
hours per annum (for a minimum total of 120 hours per triennium), the results indicate that
the overwhelming majority of the respondents would have no difficulty in meeting CPD
minimum requirements. This is confirmed by another question in the study where respon-
dents were asked to rate the CPD they have completed against their respective professional
body’s requirements as shown in Table 3. The results indicate that approximately 83% of
respondents were aware of their professional body’s requirements for CPD and had in fact
claimed to have met these requirements in the past 12 months.
In examining the practices of practitioners in terms of CPD, the types of CPD activities
undertaken in the last 12 months were sought from respondents. Over 90% of respondents
have done some form of self-directed learning, reading or research.9 Perhaps, the high
incidence of self-directed learning is linked to accountants need to read widely in an
effort to remain abreast of change. This activity was followed by attendance at confer-
ences, seminars, discussion groups and/or workshops. As shown in Table 4, self-directed
learning, attendance at conferences, seminars and workshops were the most frequently
Table 2. CPD hours completed.
Hours completed %
Less than 10 hours 6.5
Between 10 and 25 hours 25.3
Between 25 and 50 hours 35.3
More than 50 hours 32.9
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cited forms of CPD activity. Professional bodies consider the provision of CPD activities
as a key outreach and service to their members and this is reinforced by these findings.
The types of CPD activities were primarily chosen by the respondents themselves (78%)
rather than their supervisors or managers (7%). In some cases, the CPD activities under-
taken were determined jointly by the respondents and their supervisors (15%). The respon-
dents undertook the CPD activities primarily for their own developmental needs (52%),
followed by their own current work needs (33%) and lastly, to meet their employer’s or
organisation’s needs (15%). This suggests that accountants prefer CPD activities that
will benefit their own needs, be it short term (current work requirements) or long term
(developmental), as suggested by Zajkowski, Sampson, and Davis (2007). Further analysis
on demographic groups shows that 42.9% of professional service respondents stated their
primary reason for undertaking CPD activities was to meet their own current work need,
compared to 29% of respondents who work in non-professional service firms. This finding
suggests that for professional service workers, immediate work relevance of CPD activi-
ties was the key determinant of the type of CPD activity rather than longer term career
progression.
The respondents undertook a variety of topics for their CPD activities in the last 12
months. As shown in Table 5 as expected the constant change in professional accounting
standards and requirements is by far the most popular CPD topic, with 95.4% of respon-
dents indicating that they have undertaken CPD activities related to technical and pro-
fessional updates. Falling well behind this area of CPD was the 57.7% of respondents
who had undertaken CPD related to interpersonal and communication skills, 54.8%
related to personal development skills and 54.6% related to leadership and general man-
agement skills.
Further analysis of the data showed that most CPD activities were provided by the
respondents’ professional body (85.9%), followed by their own organisation, either
using internal resources (69.7%) or external services (56.2%). A number of respondents
provided an ‘other’ category, the most common of which was seminars/workshops/
updates organised by their local tax authority.
Table 3. CPD undertaken versus CPD requirements.
Compliance %
I am not sure of my professional body’s CPD requirement 5.7
No, significantly below requirement 2.6
No, somewhat below requirement 7.5
Yes, I have met my CPD requirements 54.4
Yes, somewhat above requirement 16.7
Yes, significantly above requirement 13.0
Table 4. Types of CPD activities.
Types of CPD activities taken in the last 12 months %
Self-directed learning, reading or research 91.1
Attended conferences, seminars, discussion groups and/or workshops 89.9
E-learning courses (e.g. in-house corporate training, online courses, etc.) 58.0
Structured face-to-face learning leading to a certificate, qualification or degree 27.3
Structured distance education leading to a certificate, qualification or degree 22.1
Served on technical committees or written technical articles, papers or books 11.3
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In terms of the ‘pay-master’ for CPD activities, the data provided evidence to suggest
that there appears to be a diversity of practices. Approximately, one-third of the respon-
dents indicated that their employers pay 0–25% of their CPD costs, while at the other
end of the spectrum, 27% of respondents indicated that their employers pay 76–100%
of their CPD costs. This funding breakdown reinforced the view that CPD activities
have to offer ‘value for money’, as a majority of the respondents had to self-fund at
least half of the CPD costs.
RQ2: Level of Satisfaction with CPD Activities
We asked respondents to evaluate their level of satisfaction with CPD from a list of 10
items (including an overall assessment of satisfaction) related to the usefulness, relevance
and suitability of the CPD activities they have undertaken in the last three years.
Responses were anchored on a scale of 1–5, where (1) strongly disagree, (3) neutral,
through (5) strongly agree.
The results indicate that accountants in the Asia Pacific region are generally satisfied
with their CPD activities. They described reasonable level of agreement to statements
such as ‘relevant to my professional development’ (mean of 3.70), ‘the right length of
time for my needs’ (mean of 3.47) and that they were of ‘high quality’ (mean of 3.42).
The lowest levels of agreement were noted for ‘networking opportunities for my peers’
(mean of 2.99) and ‘valuable contacts with experts’ (mean of 3.00). In terms of overall
assessment, respondents indicated a reasonable level of agreement that they were satisfied
with their CPD experience in the last three years (mean of 3.42).
To answer RQ2, we further tested the responses by grouping them based on the respon-
dents’ country of residence (Australia, China, Hong Kong, Malaysia and Singapore).
Initial comparisons of means signalled some notable differences (see F values in
Table 6). In relative terms, Australian respondents were most satisfied, scoring highest
means for five out of the 10 satisfaction questions. In contrast, respondents from China
and Hong Kong rated their level of satisfaction either the lowest or second lowest for
all 10 items in Table 6.
ANOVA tests, supplemented with Tukey honest significance test (HSD) post hoc tests,
confirmed that there were significant statistical differences in levels of satisfaction with
CPD activities in the Asia Pacific region. Australian respondents felt that the CPD activi-
ties they had undertaken in the last three years were generally satisfied (mean of 3.69).
This result is statistically different to respondents from China (mean of 3.16). Similarly,
Australian respondents felt that the CPD activities they had undertaken in the last three
years were pitched at the right level compared to Chinese respondents (mean 3.58 and
3.24, respectively). Overall, the satisfaction levels between both nations differed
Table 5. Areas of CPD activities.
Areas of CPD activities in last 12 months %
Technical and professional updates relevant to my area of work 95.4
Activities to enhance interpersonal and communication skills 57.7
Personal development skills (e.g. financial management, motivational skills, etc.) 54.8
Leadership and general management skill development 54.6
Information technology or software/hardware skills development 46.9
Service-related skill development (e.g. customer/client care, etc.) 28.4
Other non-technical broadening skills course/s (e.g. new language, cultural studies, etc.) 22.5
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somewhat. Generally Australian respondents felt satisfied with their CPD experience in
the last three years, compared with the Chinese respondents. Other statistically significant
differences across countries are noted in Table 6 in superscripts.
RQ3: Perceptions of CPD Activities
In relation to RQ3, we asked a series of questions to measure respondents’ perceptions
towards CPD in general (see Table 7). Overall, the majority of respondents agreed that
CPD activities allowed them to maintain and improve their technical knowledge and
professional skills. As discussed earlier, the technical and professional skills were the
most popular type of CPD activities undertaken by the respondents in the last 12
months. Furthermore, consistent with some notions articulated earlier within the
domain of the sociology of professions, respondents regard CPD activities as a
conduit to help assure the community that accountants have the specialised knowledge,
prerequisite skill sets and required competencies. The respondents indicated a commit-
ment towards CPD – something advocated in IES7 and also reported in Guthrie (2004).
Further, Table 7 shows that respondents do not leave responsibility for professional
development to their employers. While not as strong a sentiment either for or
against, respondents also indicated that they would not take any less CPD activities
if CPD was not a mandated requirement of their professional body, and they would con-
sider CPD just as relevant regardless of their level of professional experience. This
finding should bring some comfort to IFAC, the architects of the revised IES7, as it
indicates CPD has been institutionalised. Further, Coen (2004) suggested that CPD
activities are relevant, regardless of an individual accountant’s role and level of
responsibility.
Table 6. Satisfaction with CPD activities.
Satisfaction AU CH HK MY SG All F
They were good value in relation to
their cost
3.28 3.17 3.31 3.28 3.42 3.27 1.667
They were offered at times of the
year that fitted my schedule
3.25 3.19h 3.41c 3.16 3.37 3.29 3.725∗
They were of high quality 3.69chm 3.16ahs 3.38ac 3.38a 3.49c 3.42 18.435∗
They were pitched at the right level
for me
3.58ch 3.24a 3.33a 3.37 3.41 3.39 8.297∗
They were relevant to my
professional development
3.88ch 3.45ahms 3.68ac 3.76c 3.73c 3.70 11.55∗
They were of the right length of
time for my needs
3.65cm 3.20ahs 3.52c 3.40a 3.59c 3.47 13.941∗
They enhanced my employability/
marketability
3.36h 3.23 3.15a 3.33 3.11 3.24 2.698∗
They provided useful networking
opportunities with my peers
3.01 3.10h 2.81cms 3.09h 3.23h 2.99 5.679∗
They provided valuable contacts
with experts
3.12ch 2.88a 2.89a 3.16 3.15 3.00 4.837∗
Overall, I am satisfied with my CPD
experience in the last three years
3.55ch 3.29a 3.37a 3.43 3.57 3.42 5.124∗
Note: Post hoc tests (Tukey HSD) with statistically significant differences: aAustralia; cChina; hHong Kong;
mMalaysia; and aSingapore, values in bold represent highest means for each item.
∗The mean difference is statistically significant at the 0.05 level.
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When analysed using country of residence demographic variable, respondents’ percep-
tions towards CPD vary greatly from country to country, many with statistically significant
differences (see F values in Table 7). The shaded cells (representing highest country
means) are spread across the five countries. For example, Australian respondents perceive
CPD as a mechanism to maintain technical knowledge and professional skills (mean of
3.85), a signal of assurance to the community at large (mean 3.62), that CPD outcomes
are more relevant measure than CPD inputs (mean of 3.83) and that their employer
should require them to undertake CPD (mean of 3.22).
Table 7. Perceptions towards CPD.
Perceptions of CPD AU CH HK MY SG All F
CPD allows me to maintain and
improve my technical
knowledge and professional
skills
3.85ch 3.49a 3.62a 3.68 3.74 3.67 7.220∗
CPD provides reasonable
assurance to the community
re technical competencies
3.62c 3.37a 3.47 3.54 3.62 3.50 3.232∗
CPD allows me to maintain my
professional designations
3.29 3.46 3.29 3.46 3.42 3.35 2.375
CPD activities are less useful/
relevant to me as I become
more experienced
3.28chs 2.52ahm 2.84acm 3.36chs 2.83am 2.94 27.616∗
If CPD was not required, I would
undertake less CPD activities
2.79ch 2.46ahm 3.26acs 2.99c 2.86h 2.90 22.572∗
CPD should be the sole
responsibility of my
organisation/employer
2.34 2.44 2.53 2.52 2.26 2.44 2.054
CPD requirements should be a
lot higher than the current
requirements
1.98ch 2.70ahms 2.36ac 2.10c 2.24c 2.30 20.925∗
CPD requirements should not be
measured on an annual basis
2.78 2.9 2.96 2.98 3.14 2.91 2.206
CPD requirements should
differentiate input hours
based on types of activities
3.12c 3.36ah 3.04c 3.06 3.29 3.15 4.329∗
CPD requirements should be on
an outcome basis rather than
input basis
3.83chm 2.81ahms 3.06acs 3.35ac 3.68ch 3.14 21.761∗
My professional/regulatory body
should require me to do CPD
3.29 3.39 3.26 3.08 3.49 3.30 2.119
My organisation/employer
should require me to do CPD
3.22h 3.10h 2.79ac 2.96 2.97 3.01 6.722∗
It is my duty as a professional
accountant to undertake CPD
3.42 3.63m 3.45 3.15cs 3.66m 3.47 4.554∗
My career progress and
aspirations require CPD
3.24c 3.59ahms 3.16 3.10c 3.20c 3.28 7.855∗
My desire to be a better person
requires me to undertake CPD
3.11cs 3.63ahm 3.20c 3.14c 3.54a 3.29 10.527∗
Note: Post hoc tests (Tukey HSD) with statistically significant differences: aAustralia; cChina; hHong Kong;
mMalaysia; and sSingapore, values in bold represent highest means for each item.
∗The mean difference is statistically significant at the 0.05 level.
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In contrast, Chinese respondents perceive CPD as a necessity for their career pro-
gression and aspiration, and that they take CPD because they want to be a better pro-
fessional. These results were statistically different for respondents from Australia,
Hong Kong and Malaysia. The concept of ‘CPD as a duty to the profession’ is
highest in China and Singapore, and statistically different from our respondents in
Malaysia.
Conclusions
Data collected in this study suggest that professional accountants are maintaining their
CPD requirements. Further, many perceive CPD as an important component of their
commitment to their profession. This finding is consistent with prior work and the
central notions of a profession articulated in the sociology of professions (Abbott,
1988; West, 2003). According to this frame of reference, a profession seeks to morph
into a legitimate institution that has at its core a specialised body of knowledge. It is
this specialised body of knowledge that serves to institutionalise the profession and
elevate its members into a privileged position in society (West, 2003). Consistent
with this view of the accounting profession and the impact of globalisation of the pro-
fession, findings here show a large majority of the respondents indicated that they have
met their commitment to CPD, as required by their professional body under IES7 gui-
dance (IFAC, 2008). These findings are similar to those reported by others around pre-
ferences for CPD in more developed economies (Coen, 2004; Wessels, 2007) when we
view the results in aggregate.
However, extending these prior works, the study also addressed regional differences in
perceptions of the effectiveness of CPD activities. The results indicate statistically signifi-
cant differences in the satisfaction level between participants from Australia, China and
Hong Kong. While these differences are likely to be the product of numerous factors
including cultural nuances, they go some way in helping us understand their foundation
(Hofstede, 1991). Notably the varied history and development of the accounting pro-
fession in the countries under consideration indicate that nation states produce differing
perceptions in terms of quality, appropriateness and satisfaction with CPD undertaken.
This varied history among nations in this study points also to what Abbott (1988) charac-
terised as a complex dynamic process where professionalism’s history and events shape its
present form. This suggests that Asia Pacific, while close geographically, clearly has
understandable differences in attitude and perceptions towards what CPD means for
respondents from various countries in the region.
The results from this study suggest that the demands of professional accountants in
developing economies are not being met in terms of overall satisfaction with their
CPD experiences. At an operational level, member bodies of IFAC need to work
towards shifting professional accountants’ mental attitudes towards the tangible
benefits of CPD. Instead of a compliance mentality in relation to CPD, accountants
should be encouraged to embrace the ethos of developing an accounting profession
consistent with increasing globalisation and notions of the sociology of the pro-
fessions. That is, further development and the promotion of a broad acceptance of
accounting as a global specialised knowledge domain can be assisted through lifelong
learning and CPD. The approach taken by IFAC is clearly important for the account-
ing profession to maintain its status as a profession working in the public interest. It
requires resourcing of CPD activities that stimulate debate of current issues facing the
profession.
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Limitations
The findings of this study are largely based on the number of respondents solicited through
the various professional bodies and firms. As we have not conducted a census of the entire
population, the usual caveats associated with the data are acknowledged. Having recog-
nised this limitation, the researchers take some comfort from the fact that the respondents
are considered a representative sample. The researchers make this claim based on the fact
that the results from one cohort were presented to one of the professional accounting
bodies involved in data collection. During this presentation to staff from member services,
they made comments to the effect that our study had captured a representative profile of
members (e.g. gender, age, years of experience, industry representation and size of firm
from their known membership profile10) based on the data presented to them.
Directions for Future Research
As of January 2014, the revised IES7 became effective. Though many of the provisions
remain materially unaltered, such as the 120-hour rule and the allowance of input and
output compliance measurement rules. The changes provides opportunity for further
research in regard to how new CPD requirements are operationalised by member bodies
around the globe. A useful extension of this study would include an examination of
how the new IES7 is able to promote an ethos that enables accountants to recognise them-
selves as contributors to specialised knowledge acquisition, rather than having a CPD
compliant mentality. The role of employers in directing an employee’s CPD activities
may also be worthy of further study.
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Notes
1The IAESB is a standard-setting board of the International Federation of Accountants (IFAC), which com-
prises 167 members and associates in 127 countries and jurisdictions, representing approximately 2.5
million accountants in public practice, education, government service, industry and commerce. For
more information on IFAC and IAESB, see www.ifac.org and www.ifac.org/education, respectively.
2Note that in some jurisdictions, the term Continuing Professional Education (CPE) is used instead of CPD.
For consistency, we have used the term CPD throughout this paper.
3The Asia Pacific region as categorised by ACCA includes: Australia, Cambodia, China, Hong Kong
Special Administrative Region, Malaysia, New Zealand, Singapore and Vietnam.
4There are, of course, those who view CPD requirements as barriers raised by the professions to maintain
their power, legitimacy and monopoly of the profession, respect of society or support from the regulatory
agencies (Johnson, 1972; Newton & Painter-Morland, 1982; Zajkowski et al., 2007).
5The IESBA, International Ethics Standards Board for Accountants, is another standard setting body within
IFAC. See www.ifac.org/ethics for further information.
6In May 2011, the NIA changed its name to the Institute of Public Accountants (IPA).
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7A total of 4000 online surveys were distributed which yielded 756 or 19% usable responses. Approximately
700 paper-based surveys were distributed yielding an 80% response. This variation in response rates is
understandable given the setting for those completing the paper-based survey. We subsequently partitioned
responses between email- and paper-based responses against demographic variables. This comparison
revealed no significant differences in responses between groups suggesting homogeneity between data sets.
8Data in Tables 2–5 are presented in aggregate as no significant differences were identified within a geo-
graphically partitioned data set.
9Most professional bodies allow a small number of CPD hours to be claimed under this classification.
10Membership profiles are well known and researched by member services in professional accounting bodies.
However, the nuances of such profiles are also well protected by these custodians a matter of commercial
confidence.
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